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INTRODUCTION

Employees and company representatives have long been concerned
with the problem of attracting and maintaining qualified personnel
to occupy "key" positions in their organizational structure.

The

reasons for this concern are quite apparent when one considers the
immediated and direct effect which the quality of the working force
often has upon the success and progress of a given company.
Moreover, business and industry are both devoting an extensive
amount of time and spending considerable sums of money in developing
sound recruitment programs.

With the current emphasis on higher

education, employers are conducting an all-out effort to promote
and "sell" their organizations to qualified seniors on the campuses
of our colleges and universities throughout the country.
When considering the large proportion of college graduates who
obtain their first jobs through some initial contacts on-campus with
company representatives, it would appear prudent to have more specific
information on what these individuals want from and are looking for
in an organization.

Research providing such data should aid in the

optimization of the recruiting function, both from the standpoint of
employee effectiveness resulting from the compatible matching of job
candidate to organization, and with respect to employee morale and
ultimately tenure on the job.

1
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Unfortunately, as Odiome and Hann (1961) indicate in their
research findings at the University of Michigan;
"Most research in recruiting is done
from the company or the placement office
viewpoint and isn't based on definite
studies of student attitudes" (p. vi).
It is the quest for additional information in this greatly neglected
area of research that has motivated the writer to undertake this
project.

The primary purpose of this study was to identify some of

the important intrinsic and extrinsic factors which are likely to
influence the organizational choice process of a college senior
population.

The intrinsic or job-related factors under investi

gation included such items as advancement and variety of duties.
The extrinsic' or environment-related factors included such variables
as salary and amount of contact with one's supervisor.
This study was designed to gather information on:

(a) the

initial attitudes of students toward various attributes they were
seeking in a company before beginning the interview process; (b) the
changes in their attitudes toward these factors subsequent to meeting
with representatives from various companies; and, (c) the degree to
which predictions could reliably be made regarding ultimate
selection of organizations by job applicants.
Extensive research on the occupational choice process has been
conducted over the last three decades.

Ginzberg, Ginsburg, Axelrod

and Herma (1951) devoted considerable effort in gaining a more
thorough understanding of this vocational area.
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Roe (1956) and Super (1957) have attempted to determine the
reasons why individuals select or prefer one type of occupation to
another.

Their findings on this subject have been invaluable in

terms of improving vocational guidance, enhancing the probability
of ultimate job satisfaction, and facilitating vocational adjustment.
Unfortunately, the numerous studies performed in order to gain
a better understanding of the occupational choice process greatly
outnumber the research investigations devoted to the area of organ
izational choice.

In this connection, Vroom (1960) concluded in

his review of empirical literature in this field that little research
has been devoted to finding out the attitudes people hold toward an
organization.
It can further be stated that employers, personnel directors,
and company recruiters consider the opinions which people hold
concerning the reasons for selecting or not selecting their company
for employment to be of extreme importance.

Some company officials

have conducted investigations on the effectiveness of their recruit
ing program, but the studies have seldom been thorough enough to
furnish any sound conclusions or additional insights into the area
of organizational choice (Vroom, 1964).
A few significant contributions, however, have been made in
this area.

Peterson (1966) relates, in his article on organiza

tional life, that a sound organization will attract and reinforce
individuals that are goal-oriented through an effective mating of
personal job goals with organizational objectives.
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Vroom (1966) reported on the results from a recent empirical
study involving graduate students who were embarking on managerial
careers.

The students in this study were asked to rate the degree

of attractiveness for each of three organizations from among which
they were expected to make their final choices.

A questionnaire was

used to measure the responses of the group sampled.

Vroom discovered

that the subjects tended to regard the organization they finally
selected as being both more attractive and more likely to fulfill
their goals than before a choice was made.

These findings indicate

that a cognitive reevaluation does occur in the organizational
choice process, very much along the lines predicted by Festinger's
theory of dissonance.
A further review of the psychological literature offers abun
dant evidence that job applicants are interested in organizations
that can serve a variety of individual needs and meet individual
goals.

For example, Levinson (1965) illustrates the importance of

achieving a strong company identity by emphasizing that modern man
no longer relies on his family name or geographical location as a
source for maintaining his identity.

Man now depends on his organ

ization as a source for this unique identity.
Although the establishment of a sound company identity may be
of relative importance to individuals seeking positions in the current
labor market, researchers hold different views on what prospective
employees are striving for within the organizational setting.
Argyris (1957) feels that an individual, regardless of the organiza-
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tional demands for teamwork, must direct his attention towards
maintaining his self-esteem.

From a different standpoint, Anderson

(1959) states that a man should seek an organization which will not
only provide immediate satisfaction, but most important, lasting
satisfaction in the years to come.
To be sure, an organization is often viewed as all-purposeful
and striving endlessly to meet the demands of its working force; but,
according to Gellerman (1959), modern organizations have met with
great difficulties when attempting to satisfy the needs of its
individual employees.

He states:

"Some companies try to be all things
to all men and artificially equalize their
emphasis despite a natural inequality
of talent and interest" (p.75).
This brief review only suggests a small fragment of research
carried out in the area of organizational choice.

Other investi

gators have approached this area with the hope of relatively deter
mining what factor or factors job applicants consider most important
when evaluating a company.
Jurgensen (1948) conducted a study at the Minneapolis Gas
Company to seek an answer to this unresolved question.

Each job

applicant was asked, by means of a questionnaire, to decide which
factors they considered to be of importance to them when selecting a
company for employment.
following ten:

The list of factors was limited to the

advancement, benefits, status of company, co-workers,

hours, pay, job security, supervision, type of work, and working
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conditions.

Nearly four thousand job applicants took part in this

particular investigation.

The results cited job security as the one

factor that people wanted most from a company, opportunity for
advancement was second, type of work placed third, status of company
appeared in fourth place, and pay was fifth.
The fact that pay emerged as fifth in rank in the previous study
is further supported by the findings of Stagner (1950).

He found

that workers and executives are primarily concerned with their pay
only during times of economic difficulty.

At other times they are

more likely to prefer "ego-satisfyers" such as security, recognition,
power, prestige, and treatment as an individual.
Other researchers also report findings related to the factor of
salary, as it serves as an inducement in the selection process of an
organization by the prospective employee.
Rose (1962) found that an inadequate salary offer is one of the
primary reasons why individuals decline offers from various companies
In contrast to the findings of Jurgensen and Stagner, salary was
regarded by scientific and engineering personnel as the essential
factor under consideration.

The statistical findings were as follows

63% rejected specific employers because of the salary offered, 54%
declined some offers because the recruiting process did not include
a tour of the company facilities, 47% repudiated some company offers
because they felt the job duties were not outlined fully, and 43%
refused specific organizations because too much time had elapsed
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between the filing of an application and a definite job offer.

The

individuals sampled in Rose's survey gave more than one reason for
declining a job offer; hence, the percentages cited do not total

100%.
Estes (1963), in a study involving employees' attitudes toward
their company, imparts support to the findings of Rose.

He found

salary to be one of the two factors of greatest concern to the
workers.

Opportunity for advancement was the other factor which

merited a high degree of consideration by the employees sampled.
An investigation conducted by Zaleznik, Christensen, and
Roethlisberger (1963) revealed findings on the factor of salary
that are consistent with the two studies previously cited.

The

researchers reported that economic rewards and job security are of
prime importance to individuals when evaluating an organization.
In addition, the acquisition of prestige, the expression of crea
tivity, and stimulation through interesting work are all important
incentives which prospective employees hope to gain from various
organizations.
Other investigators have found evidence that reveals a high
degree of interest in organizational inducements closely related to
the factor of salary.

Johnson and Strother (1960) conducted a study

involving thirty companies and found interest to be very high in
regards to fringe benefits.

They discovered that the reason for

this, however, could be attributed to the fact that fringe benefits
increase the dollar value of the salary offer both as direct
income and in the form of a recognized tax advantage" (p. 337).
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The increasing interest in fringe benefits is further
supported by the findings of the U.S. Chamber of Commerce (1960).
In their biennial survey of 108 companies regularly contacted, the
cost of fringe benefits for these companies had increased 206
percent during the period from 1947 to 1959.

Wages, by contrast,

were reported to be up 83%.
Minimal amounts of research have been done with respect to
the identification of the factors that influence the selection of
a company by college seniors.

The remainder of this section will

review the limited work that has been undertaken in this area.
Although the preceding studies revealed company employees
to be extremely interested in the factors of salary and fringe
benefits, an investigation by Maurer (1956) points out an apparent
difference in these findings when sampling a student population.
Maurer reported that students placed starting salary (23%) and
company benefits (17%) near the bottom of the list and named
advancement opportunities most often (93%) and interesting work
second (83%), when asked to identify factors they considered most
important when embarking on their careers.

Although starting pay

would seem to be of relatively low importance, this does not mean
that students are indifferent to monetary rewards; rather, they
expect to receive the starting salary which is currently being
offered in their particular job classification.
A further review of the research on the organizational
choice process reveals a significant amount of agreement existing
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among college students with regard to the factors they consider
important when selecting a company.
Allen (1955) found, after conferring with recruiting executives
from 24 major firms in western Pennsylvania, that college graduates
are concerned with several "key" characteristics when evaluating
companies.

He found the type of job opening; that is, one congruent

with the student's academic training and interests, and the presence
of advancement opportunities to be of greatest importance.
predominant factors were:

Other

opportunity for training, the company's

reputation and prestige, location and starting salary.

In matters

concerning starting salary, Allen stated:
"Good men do not predicate their
choice on starting wages if they
are convinced that the regular
rates paid by the company are
in line with those paid by other
companies" (p. 22).
Barmeier and Kellar (1957) report findings based upon a
questionnaire survey of 500 college graduates employed both by
Sears, Roebuck and Company and by other companies in different
industries.
of Allen.

This research is in part harmonious with the findings
They listed five factors found to be of particular

importance to college graduates when assessing a prospective
employer:

type of work, starting salary, opportunity for advance

ment, company location, and company policy on salary increases.

A

further breakdown of the survey revealed that company benefits,
size and prestige of the company, job security, working conditions,
and hours of work were lowest among the list of factors in terms of
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perceived importance.

The low appraisal of the significance of

company prestige is not, however, in accordance with Allen's find
ings.

Earmeier and Kellar concluded that the research carried out

in this area is incomplete, and that more is greatly needed.
Barlow (1965) also found student interest to be high with
regards to factors dealing with advancement, salary, and location.
He concluded that qualified students want information from compan
ies to be concise and down-to-earth on matters regarding these
factors, as well as about company plans for expansion, and the
opportunities of securing a position at the management level.
He also indicated that students seek a company that can provide
immediate rewards and the promise of more to come later.
As a result of the studies undertaken by Kopko (1958), signi
ficant data relevant to the area under investigation was made
available.

Kopko compiled a list of questions that seniors were

likely to want answered by the companies they contacted.
he found to be paramount were:

The four

what do the job duties entail?;

what are the advancement possibilities?; what does the company
provide in the way of resources? (i.e., materials, equipment,
accessories, etc.), and what can they expect to derive from the
company?

His findings also indicated that students were interested

in money, company location, prospects of travel, and the company's
policy on relocation of personnel.
A recent empirical study by Wolf (1957), inspired in part by
Herzberg's "two-factor" theory, revealed interesting data with regard

R eproduced with permission of the copyright owner. Further reproduction prohibited without permission.

11

to students' selections of companies as a place for future employ
ment.

He was primarily interested in identifying content and con

text factors that could influence an individual's decision to select
or reject a given company.

Two different samples were investigated,

83 regular manufacturing employees and 264 college students em
ployed for the summer.

Findings for the latter group provided

some valuable insight into the area of organizational choice.

Wolf

concluded that context factors, those usually associated with job
dissatisfaction, are influential in affecting the decisions on the
selection of an organization.

In addition, he found content factors

(i.e., those determining satisfaction with the job itself) worked as
"dissatisfiers" for the students sampled.

This revelation was in

complete contrast with Herzberg’s findings.
Earlier findings by Jaeger (1955) , obtained from a study at
the University of Detroit on the intangibles influencing the choice
of companies by college seniors, conflict in part with the findings
of Wolf.

Jaeger's study produced the following results:
1. The kind of work the graduate will be doing
if he accepts employment is important. He is
greatly concerned about maximizing his potential.
He is interested in enlarging his position and
furthering his growth.
2. The next most important factor is the sig
nificance of the work offered. Is the product
or service of great interest? Will the work be
challenging or routine?
3. Salary that is fair or equitable in terms of
the type of industry is important, but less so
than type of work or its challenge and significance.
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4. Opportunity for advancement was ranked lower
than the above factors because the graduate had
grown to expect this as a natural way of life.
5. Interviewers must be honest and sincere when
representing a company.
In contrast to the findings of Wolf, the students participating
in this study were more concerned with content (job-related) fac
tors.

This is apparent when one notes the high preference the

students showed toward the factors dealing with the work itself
and opportunity for advancement.
The high degree of interest toward advancement opportunities
can be found in other studies involving student selection of a
company.

In their study on the appeal of non-monetary inducements

to prospective employees, Strother and Johnson (1961) drew this
conclusion:
"Students in business courses are strongly
attracted by features bearing directly on
personal advancement, somewhat attracted
by convenience services and comparatively
indifferent to the professional prerequisites
of the jobs" (p. 365).
Other investigations have been conducted that provide substan
tial data on the preferences of college students for attributes
associated with a company.

Borton (1957) discovered, from the

responses to a questionnaire administered to senior men at the
University of Southern California, that maximization of income,
the ethics of the occupation, ascribed status, and social approval
were considered the most important factors to potential wholesale
salesmen

embarking on a career.
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In a later study dealing with the factors college graduates
want when choosing a company, the Acme Reporter (1958), in the
article, "Is Your Recruiting Program Doing Its Job?1', stated that
graduates were greatly concerned with company ethics whenconsi
deringthe selection of an organization.

The

investigation dis

closed :
"There is no gain in hiring large numbers of
young college graduates and letting them go
within a few years because there is no place
for them. An applicant who is looking over a
firm will be very concerned about company
policy on this matter. One well-known cor
poration has consistently taken on a host of
graduates each year, given them a brief trial,
and then terminated all but the best ones.
This has become common knowledge on college
campuses and the company recruiters are not
meeting with growing resistance" (pp. 52-53).
It is apparent, after reviewing the research performed on the
organizational choice process, that companies must continue their
efforts toward satisfying the demands of the qualified college
graduate.

Each year competition between the organizations becomes

more intense, and in the case of the smaller companies, more difficult
to meet.

Zabka (1955) reveals in his study that the larger companies

are much more successful in recruiting the talented senior than the
smaller firms, generally because a larger organization is able to
offer the graduate more in terms of advancement and training programs.
After an extensive review of the literature dealing with the fac
tors that influence an individual's decision when selecting a company
for employment, it can be concluded that job applicants are interested
in not one, but a variety of factors.

A perusal of the research

performed in this area did reveal, however, some specific factors to
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be of primary importance to individuals when evaluating the appeal
of a particular company.
Individuals previously engaged in the labor market expressed
a high degree of interest in factors dealing with:
opportunities for advancement, and job security.

salary, prestige,
On the other

hand, college seniors embarking on new career positions in industry
were found, for the most part, to be concerned with:

advancement

opportunities, the type of work, and the company location.

The

research further revealed fringe benefits to be of little importance
to the students when considering the selection of an organization.
An apparent inconsistency existed in the research findings
with respect to salary.

A number of investigators (Rose 1962;

Estes 1963; Zaleznik, Christensen, and Roethlisberger 1963;
Allen 1955; Barmeier and Kellar 1957; Jaegar 1955; and Kopko 1958)
found salary to be one of the most important factors to prospective
employees when deciding on a choice of a company for future employ
ment.

In contrast to these findings, Jurgensen (1948); Stagner (1950);

and Maurer (1956) found salary to be of only minor importance to job
applicants.
On the basis of previous research conducted on the variables
that appear to influence the organizational choice process of job
applicants, several testable assumptions can be derived.

The

following hypotheses will be tested:
I. There will be less total shifting in the
relative rankings of the five most important
factors than among the five least important
factors when compared prior to and after
contact with the company recruiters.
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II. Subjects who have a record of job
experience relevant to the position sought
will remain more consistent in their rela
tive ranking of "decision factors" than
those subjects without prior experience.
III. Greater variation in the relative
rankings of "decision factors" will occur
among subjects committed to a company
than for those still contemplating their
selection of an organization.
IV. It is expected that a close agreement
will exist between the perceived desira
bility of a prospective organization and
the subsequent selection of an employer.
The first hypothesis was predicated upon the research reviewed
*

in this area.

The findings revealed that a majority of the subjects

sampled remained relatively consistent in their attitudes toward
the factors they considered most important when selecting a company.
It is believed that this will also hold true for those factors
ranked high in this particular study.

The presumption is made that

the lapse of ten weeks between the administrations of two question
naires, in addition to the information imparted by recruiters, will
have no significant impact upon the subjects’ assessment of the
relative importance of the top factors.

The five least important

factors, from a consensus standpoint, will show greater variation in
rank over time simply because of the general indifference with which
they are regarded.
The second hypothesis stems from a concern with what effect
previous job experience relevant to the position sought might have
on the subjects' perceptions of the relative importance of the
factors.

It would seem rational to suppose that subjects' with

prior job experience in the vocational area they hope to enter will

R eproduced with permission of the copyright owner. Further reproduction prohibited without permission.

16

have a more definite conception of what they are looking for in an
organization; hence they will remain more consistent in their rank
ordering of these factors than will those persons without previous
job-related experience.
The third hypothesis reflects an attempt to find what effect,
if any, commitment to a company may have on the perception of
relative importance of sixteen job factors.

It is presumed that

the attractiveness of factors found present in the chosen organi
zation will increase from pre to post measurements, while attrac
tiveness of factors not contained in the chosen organization will
tend to decrease for those subjects committed to a company.
The fourth hypothesis was tested in conjunction with a
determination of the relationship that may exist between the
ranking companies receive in terms of a measure of desirability and
eventual selection of an organization as a place of employment.

It

was presumed that a reliable prediction can be made of the company
each subject will select based upon the scores assigned to the
companies by that subject.
In addition to testing specific hypotheses, this study was
concerned with a general exploration of the importance of other
organization selection factors and related variables.
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METHOD

Selection of the Sample

The subjects were selected from among sixty-eight undergraduate
students enrolled principally in the School of Business at Eastern
Michigan University.

Selection was based upon willingness to parti

cipate after a brief explanation of the project by the investigator.
This group comprised approximately ninety percent of the 1967 Winter
semester graduating class interested in careers other than in the
field of education.

Of the sixty-eight subjects who participated in

the initial administration of a questionnaire, fifteen failed to com
plete the follow-up questionnaire and hence, were eliminated from the
study.
The fifty-three subjects who took part in all phases of this
research project commenced interviewing with company recruiters in
November, 1966 and concluded during the third week in January, 1967.
Data were obtained from the subjects prior to the job interviewing
period and again immediately following termination of this period.

Collection of Pre Placement-Interview Data

For practical reasons of time and economy it was decided that a
questionnaire procedure would be utilized for gathering the appro
priate data.

One form of this questionnaire (See Appendix A) was

administered to the subjects at a series of college placement meet
ings held in the auditorium of Roosevelt High School on the campus of

17
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Eastern Michigan University.
1966 and November 1, 1966.

The meetings were held on October 31,
This was approximately one week before

the beginning of the job interviewing period.
In order to familiarize the subjects with the nature of the study,
and to insure the fullest possible participation in this project, the
investigator spoke briefly to the group about the purpose of the study
and how the results would be utilized.
tion was also explained.

The rationale for their selec

They were assured that all responses would

be treated in strictest confidence and would be used only by the group
concerned with the research project.
subject to maintain anonymity.

Code numbers were assigned each

Names were used only to match pre and

post questionnaires for each subject.
In addition, the subjects were informed at this time that they
would be contacted at a later date to complete a second questionnaire
(See Appendix B).

This subsequent collection of data took place

shortly after the subjects had had an opportunity to investigate the
various organizations, to visit those which appeared most attractive,
and, in some cases, after they had made a final choice.
The initial questionnaire contained three sections.
section dealt with pertinent background information.
were asked to provide information on such items as:

The first

The subjects
marital status,

number of children, type of positions sought, previous job experience,
etc..
The second section was designed to measure the subjects’ attitudes
about the importance of certain factors relating to selection of an
organization.

These factors were selected by the investigator after
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an examination of the variables explored by other researchers in
terested in the area of organizational choice.
contained in this section.

Sixteen items were

With the exception of the first two ques

tions, each item provided for a five-step scaled response ranging from
"essential" to "of no importance".

To determine which factors were

of greatest importance to the subjects, each item was scored by
assigning to it a weight from 0 to 4.

A weight of four was assigned

to the "essential" response; the "importance" response was given a
weight of three; "neither essential nor nonessential" was assigned a
weight of two; "of slight importance" was given a weight of one; and
"of no importance" was given a score of zero.

This weighting system

is a variation of the Likert scaling technique.
Numerical scores for each factor were obtained by multiplying
the particular assigned weights by the frequency with which each of
the five alternatives was selected.

These scores revealed the sub

jects' attitudes toward the criticality of the organizational deci
sion factors.

An aggregated score for each factor was obtained by

totaling these numerical scores.

The total score assigned each

factor, of course, was positive since there were no negative weights
assigned to the items.
The factor total scores were converted into mean scores.

On

the basis of these mean scores, the factors could be listed in rank
order of importance' from 1 to 14.
The third and final section of the initial questionnaire contained
a listing of the fourteen factors which appeared in section two.

In

addition, the factors of fringe benefits and occupational deferments
were added to this list of items.

After reviewing the list, the
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subjects were asked to provide a forced relative ranking of these fac
tors ranging from 1 to 16.

No tied rankings were permitted.

A rank

of one indicated that this was comparatively the most important factor
being considered by an individual when choosing a company as a place
to worki

A rank of two implied that a particular factor was the

second most important, etc..

Values or points were assigned to each

factor equal to the ranks.
Aggregate scores for the sixteen factors were then determined
by totaling the number of points for each factor.

The factor that

received the highest aggregate score was considered to be of primary
importance to the group sampled when formulating a decision about
selection of a company for employment.

The total number of points

could have ranged from 53 to a theoretical maximum of sixteen times
the number of subjects contained in the sample (i.e., 848).

These

scores were then given a relative rank of from 1 to 16.

Collection of Post Placement-Interview Data

Exactly ten weeks later, after the job interviewing had been
concluded, each subject was asked to complete a second question
naire designed to measure what changes, if any, had occurred in
their feelings toward what they were looking for in an organiza
tion.
Because of the geographic location of the University (Ypsilanti,
Mich.), many students commuted daily to and from the school.

For

this reason, the collection of data for the second questionnaire
was obtained under two different conditions.
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Those subjects living on or near the campus were contacted by
telephone and were requested to specify the time of day which would
be most convenient for them to complete the second questionnaire.
This was scheduled for either the late afternoon or evening hours,
so that the researcher could visit the residence of each subject.
The remainder of the sample, those living more than fifteen
miles off-campus (39.7%), received the questionnaire via mail.

En

closed with the questionnaire was a stamped pre-addressed envelope
and a personal letter (See Appendix C).

The letter represented a

special appeal for cooperation in this project.
The contents of the second questionnaire were in part similar to
that of the one administered before the commencement of the recruit
ing period.

The first section was designed to obtain additional

background information on those sampled.
provide data on:

The subjects were asked to

type of position sought; changes in the nature

of the position originally sought; grade point average; and objec
tives after graduation (See Appendix B for the complete set of items)
An item which would furnish some check on the reliability of the
subjects' responses was also included in this first section.

Subject

were asked once again to give an estimate of the number of jobs they
had held on a permanent and/or part-time basis prior to graduation.
The test-retest reliability coefficient for this item was .96.
The second section of the questionnaire was designed for the
purpose of obtaining specific information about each one of the com
panies contacted.

Students were asked to:

state the name of each

R eproduced with permission of the copyright owner. Further reproduction prohibited without permission

company; record the number of visits made to the companies; make
known the number of jobs which they had been offered (See Appendix B
for the entire list of items).
In the third section, the subjects were asked to list no more
than the four companies which they felt ranked highest when consid
ered in light of each of the fifteen "selection" factors.

Because of

the often large number of companies that had been contacted by each
subject, the number of companies to be ranked was arbitrarily limited
to the four considered most attractive with respect to each individ
ual factor.

The subjects were not asked to rank companies on the

factor dealing with occupational deferments.

It became obvious that

the positions for which the subjects were interviewing were not con
sidered "essential" by the Selective Service.

Hence, the companies

could not be evaluated on this factor except in very rare instances.
The fifteen factors under consideration were listed in the fol
lowing order:
3.

opportunity for advancement;

2.

independence of action in the work situation;

duties;

5.

job security;
supervisors;
location; 11.
12.

1.

opportunity for creativity;
8.
9.

6.

salary (wages);
4.

variety of

fringe benefits;

7.

opportunity for close, personal contact with
associates similar in background;

10.

geographic

company held in esteem by associates and friends;

size of company;

turnover; and 15.

13.

periodic relocation;

14.

employee

prestige in the community.

In some cases, additional information might be needed by the
students before they could make a satisfactory evaluation and
appraisal of a particular company; however, subjects were encouraged
to make judgments based on their impressions of the organizations
stemming from what information they did possess.
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Those students who had interviewed with more than four com
panies were instructed to list the one company, for each "selection"
factor, which they felt ranked lowest in terms of the likelihood that
that company would prove satisfactory.
In the final section of the post-interview questionnaire the
subjects were given the same list of factors which had appeared in
the questionnaire administered prior to the interviewing period.
The only difference in this list was the order in which the factors
were presented.

The factors were listed in alphabetical order in

the initial questionnaire, but were randomized in the subsequent
questionnaire.
The primary objective in presenting this list twice was to ascer
tain the nature of changes, if any, that occurred in the subjects'
attitudes regarding the factors after contact with the company repre
sentatives.

Sample Characteristics and Response Rate Data

In the first administration sixty-eight students completed and
returned the questionnaire at one of the placement meetings.

The

subjects recorded their responses without any further directions from
the researcher.

In a few instances, where a question could not be

answered, the subjects so indicated by simply placing a question mark
after the space reserved for their response.
The average time required for completion of the first question
naire was ten and one-half minutes.

In only three instances were

more than fifteen minutes needed to complete the questionnaire.
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As previously mentioned, the follow-up questionnaire was admin
istered and returned under two different conditions (direct contact
and mail).

Table 1 shows data on the rate of return.

Of the forty-

one questionnaires furnished through personal visitations with the
respondents, thirty-four or 83% were returned.

The seven subjects

who did not complete this phase of the project indicated that they
would defer accepting a job in order to continue their education or
to fulfill their military obligation.
The remainder of the sample of graduating students received the
subsequent questionnaire by mail.

Twenty-seven questionnaires were

sent to the subjects of which nineteen were returned, a yield of
seventy and one-half percent.
Those contacted in person by the investigator took, on the aver
age, eighteen minutes to complete the follow-up questionnaire.
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TABLE 1

DISTRIBUTION AND RETURN OF POST
PLACEMENT-INTERVIEW QUESTIONNAIRE

Contact
Type

Questionnaires
Dispatched (N)

Questionnaires
Returned (N)

-Percent
of Group

Percent
of Total

Visit

41

34

83.0

50

Mail

27

19

70.5

28

Total

68

53

-

78
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The obtained sample size remaining after administration of the
second questionnaire was fifty-three.

Fifteen subjects were elimi

nated from the original sample of sixty-eight due to attrition between
pre and post testing.
All of the subjects contacted appeared cooperative.

None of the

subjects had to be eliminated from the study because of a lack of com
pleteness in the responses to the questionnaire or a failure in follow
ing instructions.
The final sample of fifty-three subjects contained forty-four men
(83%) and nine women (17%).
The marital status of the group under study revealed an almost
equal distribution (See Table 2).

Twenty-three subjects were married.

This number included twenty-two males and one female.

In addition,

of the married respondents, eight (35%) were parents.
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TABLE 2

MARITAL STATUS OF SAMPLE

Status

Number

Single

30

57

Married (no children)

15

28

8

15

53

100

Married (with children)

Total

Percent
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The career aspirations of the subjects centered within the gen
eral field of business and industry.

Only seven students (13%) had

interviewed for positions in other vocational areas.

Of this total:

two sought careers in biological research; two directed their atten
tion toward social work; two indicated interest in working for the
government; and one job applicant interviewed for a position in the
field of journalism (See Table 3).
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TABLE 3

CAREER AREAS SOUGHT

Position Type

Number of
Respondents

Percent

Sales and Marketing

15

28.0

Management

11

20.0

Accounting

8

15.0

Personnel and Ind. Relations

3

5.5

Computer Programming

3

5.5

Retailing

2

4.0

Industrial Purchasing

2

4.0

Biological Research

2

4.0

Social Work

2

4.0

Government - Civil Service

2

4.0

Traffic and Transportation

1

2.0

Secretarial Work

1

2.0

Journalism

1

2.0

Total

53

100
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A wide variation existed in the number of jobs previously held
by the subjects.

The respondents were asked on both questionnaires

to estimate the number of jobs that they had held either on a full
or part-time basis (See Table 4).
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TABLE 4

NUMBER OF JOBS PREVIOUSLY HELD

Frequency
(Pre-Test)

Frequency
(Post-Test)

0

1

0

1

1

2

2

5

5

3

4

4

4

8

8

5

10

9

6

6

7

7

6

5

8

1

3

9

0

0

10

8

8

More Than Ten

3

2

53

53

Number of
Jobs Held

Total
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The mean cumulative grade point average of the group sampled was
2.45, with a range of 2.0 to 3.9.

Table 5 presents the academic re

cord for those in the sample.
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TABLE 5

ACADEMIC RECOPD OF SAMPLE

Grade Point Average

Number of Subjects

2.0 - 2.09

1

2.1 - 2.19

2

2.2 - 2.29

2

2.3 - 2.39

9

2.4 - 2.49

11

2.5 - 2.59

8

2.6 - 2.69

2

2.7 - 2.79

3

2.8 - 2.89

3

2.9 - 2.99

3

3.0 - 3.09

2

3.1 - 3.19

2

3.2 - 3.29

2

3.3 - 3.90a

3

Total

53

aIncludes grade point averages of 3.3, 3.6, and 3.9
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Scoring Procedure for Prediction
Of Organization Selected

A scoring technique was utilized for predicting what company
each graduating student would select for employment.

The maximum

number of points a selection factor could receive was fifteen, since
one factor was excluded.

Occupational deferment was omitted because

very few subjects expressed concern

about obtaining a deferment, and

few, if any, positions being sought

were considered essential by the

Selective Service.
The procedure used for scoring was as follows:
1.

Relative scores for each factor

were taken from both the pre and

post-test and recorded in their order of

importance for each subject

when selecting a company for employment.

The factor ranked first by

the individual subject received a score of 1 point, the factor ranked
tenth received 10 points, etc..
2.

Each factor was then given a single relative value obtained by

dividing the sum of the relative scores by two; i.e., an average
score.
3.

A composite score for each company was obtained by multiplying

the actual rank assigned to each company by the average relative
score on each factor.

The actual number of points a company could

receive on each factor ranged from 1 to 30 if only two companies were
ranked, and 1 to 60 if a subject ranked four companies.
4.

The companies were then rank ordered in terms of the total number

of points they received on all factors.

This gave an ordering on a

presumed dimension of "probability of choice" and enabled the inves
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tigator to predict the company each subject would select for employ
ment.
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RESULTS

Findings of this investigation will be presented in the follow
ing order:

(1) a description of the general results derived from an

analysis of the data from both the initial and second questionnaire
administrations; and (2) an examination of the data explicitly per
taining to the four hypotheses that were tested.
The initial questionnaire included a section of fifteen items
which was utilized to ascertain the subjects' attitudes toward fac
tors that may influence selection of an organization.

Data related

to the perceived criticality of fourteen of these factors are found
in Table 6.

The subjects' assessment of the remaining factor, occu

pational deferment, is presented separately at the end of this sec
tion.
Of the fifty-three subjects sampled, fifty-one (96%) regarded
advancement as being either an "essential" or "important" factor
when evaluating a company for future employment.

In addition,

forty-eight subjects (90%) revealed that variety of duties and inde
pendence in the work situation were of major concern.

On the other

hand, twenty-two subjects (41%) considered the degree to which a
company is held in esteem by others to be of "slight" or "of no
importance".

Twenty respondents (38%) indicated little or no con

cern over the size of a company and sixteen subjects (30%y regarded
the factor dealing with low turnover to be of "slight" or of "no
importance" in their organizational choice process.

36
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TABLE 6

ATTITUDES TOWARD ORGANIZATIONAL DECISION FACTORS

Essential
%
N a

Response Category________
Slight
No
Important Neutral
imporimpor%
N
°L
N
tance
tance
%
N
%
N

Advancement

64.2 (34)

32.0 (17)

3.8 ( 2)

Variety of duties

45.3 (24)

45.3 (24)

9.4 ( 5)

Creativity

32.0 (17)

45.3 (24)

20.8 (11)

Independence

28.3 (15)

62.3 (33)

9.4 ( 5)

Periodic
relocation

18.9 (10)

49.0 (26)

18.9 (10)

7.5 ( 4)

Salary (Wages)

17.0 ( 9)

62.3 (33)

11.3 ( 6)

9.4 ( 5)

Job security

17.0 ( 0)

45.3 (24)

9.4 ( 5)

20.8 (11)

7.5 (4)

Contact with
supervisor

15.1 ( 8)

47.2 (25)

26.4 (14)

9.4 ( 5)

1.9 (1)

Geo. location

15.1 ( 3)

35.8 (19)

20.8

(ID

24.5 (13)

3.8 (2)

Size of co.

7.5 ( 4)

34.0 (18)

20.8 (11)

22.6 (12) 15.1 (8)

Associates
similar

5.7 ( 3)

47.2 (25)

22.6 (12)

20.8 (11)

Prestige of co.

3.8 ( 2)

43.4 (23)

34.0 (18)

Low turnover

3.8 ( 2)

30.2 (16)

35.8 (19)

20.8 (11)

20.8 (11)

37.7 (20)

26.4 (14) 15.1 (8)

Held in esteem

1.9 ( 1)

5.7 (3)

3.8 (2)

7.5 ( 4) 11.3 (6)
9.4 (5)

aIndicates the total number in each response category on which per
centage is based.
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Table 7 presents the data on the fourteen decision factors in
a more succinct form.

The aggregate'*' and mean scores reflect the

degree of importance ascribed independently to each factor by the
group under investigation.

These scores are based upon data col

lected from the subjects prior to their initial contact with com
pany recruiters.

The maximum possible score a factor could receive

was four and the minimum score zero.

"Break points" were arbitrarily

set to coincide with each response category.

A factor possessing a

score that exceeds 3.50 is considered to be "essential" by the major
ity of subjects sampled.

A factor receiving a score of 3.00, but

not exceeding 3.49 is regarded as "important"; a score falling be
tween 2.50 and 2.99 indicates that the factor is considered to be
"of neutral importance"; a score of 1.50 to 1.99 means that the
factor is of "slight importance"; and a decision factor receiving
a score below 1.50 is regarded as being of "no importance" in the
organizational choice process of the job applicants.

•'•An aggregate score is determined by the total number of
points each factor receives. The points are accumulated by multi
plying the total number of responses in each alternative category
by the weight of score assigned each category.
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TABLE 7

AGGREGATE AMD MEAN SCORES
FOR THE DECISION FACTORS

Factor

Aggregate score

Mean Score

Advancement

191

3.60

Variety of duties

178

3.36

Independence

169

3.19

Creativity

163

3.07

Salary (Wages)

152

2.87

Periodical relocation

142

2.67

Contact with supervisor

140

2.64

Job security

129

2.43

Geographic location

124

2.34

Associates similar

122

2.30

Company prestige

117

2.21

Low employee turnover

105

1.98

Size of company

104

1.96

87

1.64

Held in esteem by others
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Table 8 presents the total score, mean score, standard devia
tion, and relative rank for these factors.
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TABLE 8

MEAN SCORES, STANDARD DEVIATIONS, AND RELATIVE
RANK OF FACTORS PRIOR TO CONTACT WITH COMPANY

Total
Score

Factor

Mean
Score

SD

Relative
Rank

Advancement

169

3.19

1.33

1

Salary (Wages)

192

3.62

1.22

2

Independence

306

5.77

.69

3

Creativity

323

6.09

.60

4

Variety of duties

329

6.20

.57

5

Fringe benefits^

389

7.34

.26

6

Job security

395

7.45

.25

7

Contact with
supervisor

464

8.75

.02

8

Geographic location

477

9.00

.04

9

Associates similar

488

9.20

.06

10

Held in esteem by
others

509

9.60

.28

11

Size of company

578

10.90

.60

12

Periodic relocation

580

10.94

.61

13

Prestige of company

631

11.90

.85

14

Low turnover

633

11.94

.86

15

745

14.06

1.39

16

Occ. deferment

2

Fringe benefits were incorporated in the relative ranking of
factors because of their universal position in today's labor market.
This factor was not included in the section dealing with attitudes
toward decision factors (see Table 6) because all companies offer a
certain amount of fringe benefits, and it is unlikely that a college
graduate would consider this factor to be of "no importance" when
evaluating a prospective company for employment.
2

The factor of occupational deferment was presented in this sec
tion in order to examine its relative value when compared to the other
fifteen factors. This factor did not appear in Table 6 because the
subjects were asked to select alternative responses for this factor
that differed from those for the other fourteen items.
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These findings revealed that the same five top-ranking factors
occupied almost identical positions with respect to both the absolute
and relative rankings made by the total group.

The only shift in

position occurred between the factors concerned with salary and
variety of duties.

Salary appeared second among the relative rank

ings, but was fifth in the absolute ranks.

Variety of duties occu

pied the fifth position in the relative ranking, but was upgraded to
second position in the absolute ranking.

There was only a small

amount of variation between the absolute and relative ranks for the
remaining factors.
tion.

There occurred, however, one noticeable excep

Periodic relocation of personnel was regarded as being an

essential or important consideration to two-thirds (67%) of the
subjects when it was separately evaluated; however, it was rated
only thirteenth in the relative rankings.
Study of the relative rankings revealed that advancement and
salary, the two highest ranking factors, hold a considerable margin
of importance over the third ranking factor of ''independence'' in
terms of mean scores.

The largest differential in mean scores ex

ists between the fifteenth (low turnover) and sixteenth (occupational
deferment) ranked factors.
The preceding relative rank ordering of factors reveals a high
degree of agreement when compared to the absolute rank value for
each factor.
In order to determine what changes, if any, took place in the
subjects' assessment of the perceived importance of factors after
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meeting-with the company representatives, the list of sixteen fac
tors was presented again in the second questionnaire.
The same scoring procedures used with the first list of factors
was again employed in the follow-up questionnaire.

Table 9 contains

the total scores, mean scores, standard deviations, and relative
ranks for these factors.
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TABLE 9

MEAN SCORES, STANDARD DEVIATIONS, AND RELATIVE
RANK OF FACTORS AFTER JOB INTERVIEWING

Factor

Total
Score

Mean
Score

SD

Rank

Advancement

181

3.42

1.27

1

Salary (Wages)

182

3.43

1.26

2

Independence

263

4.96

.88

3

Variety of duties

307

5.76

.69

4

Creativity

317

5.98

.63

5

Fringe benefits

382

7.21

.32

6

Job security

420

7.92

.05

7

Contact with
supervisor

477

9.00

.04

8

Associates similar

494

9.32

.06

9

Geographic location

496

9.36

.07

10

Held in esteem
by others

522

9.85

.33

11

Size of co.

572

10.79

.57

12

Prestige of co.

577

10.89

.60

13

Low turnover

621

11.71

.80

14

Periodic relocation

645

12.17

.92

15

Occ. deferment

752

14.19

1.42

16
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An inspection of the data contained in Table 9 indicates little
change in the relative ranking of factors after the subjects had had
an opportunity to investigate various organizations and meet with
company representatives.

The lone variation among the top eight

factors occurred between the factors of creativity and variety of
duties.

Opportunity for creativity in the job

position on the initial questionnaire, but was
subsequent questionnaire.

appeared in fourth
ranked fifth on the

Variety of duties occupied the fifth

position in the relative rank prior to contact with companies, but
was upgraded to the fourth position on the follow-up questionnaire.
Several variations in rank occurred in the lower eight factors.
Associates similar in background, prestige of the company, and low
turnover each ascended one position in rank after the job inter
viewing period.

The factor of geographic location declined one

position in rank ori the follow-up questionnaire.

Period relocation

was the only factor, of the sixteen evaluated, that varied more than
one position in rank.

It occupied the thirteenth position on the

pre placement questionnaire and fifteenth on the subsequent ques
tionnaire.
In order to ascertain what affect the gender of the subjects
may have had on the perceived importance of factors, the mean
scores and their relative rank equivalents for male and female
respondents were compared.

Occupational deferment was excluded

from this list of factors because it had no influence on the or
ganizational choice process for the female subjects.

A comparison

by sex of the remaining fifteen factors is presented in Table 10.
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TABLE 10

A COMPARISON BY SEX OF MEAN SCORES AND RELATIVE
RANKS FOR FACTORS EVALUATED AFTER JOB INTERVIEWING

Males (N=44)

Females (N= 9)

Mean
scores

rel.
rank

Mean
scores

rel.
rank

Advancement

2.89

1

5.44

4

Salary

3.43

2

3.67

2

Independence

5.45

3.5

3.22

1

Variety of duties

5.45

3.5

5.11

3

Creativity

5.55

5

6.67

5.5

Fringe benefits

6.90

6

7.67

8.5

Job security

8.16

7

6.67

5.5

Contact with
supervisor

8.98

8

9.67

Geo. location

9.73

9

7.67

Associates similar

10.09

10

8.33

10

Held in esteem
by others

10.14

11

6.78

7

Size of co.

10.64

12

13.33

14

Prestige of co.

10.89

13

11.44

13

Periodic relocation

11.90

14

13.56

15

Low turnover

11.98

15

10.33

12

Factors

11
8.5
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An inspection of the data in Table 10 reveals that the males in
the sample consider opportunity for advancement to be of primary
importance when selecting an organization.

By comparison, female

respondents 'regard independence in the work situation as the most
eminent factor when making a company selection.

Both sexes consider

salary to be the second most important decision factor.

The factor

concerned with the degree to which a company is held in exteem by
others yielded the greatest disparity in ranks between sexes (rank
position of 11 for men and 7 for women).

Measurement of Stability in Rank Among the Five Most
Important and Five Least Important Decision Factors

It was assumed that the greatest variability between the pre and
post sets of relative rankings would occur in the lowest five rather
than in the top five factors.

A Spearman rank-order correlation

coefficient (rho) was computed to determine the amount of stability
or consistency of agreement that may exist within each of the two
sets of ranks.

Table 11 shows the ranks and the calculated rho

value for the five most important factors before and after the job
interviewing period.
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TABLE 11

RANKING DATA FOR THE TOP
FIVE FACTORS PRIOR TO AND AFTER
COMPLETION OF JOB INTERVIEWING

Factors

Rank before
interviews

Rank after
interviews

Advancement

1

1

Salary (Wages)

2

2

Independence

3

3

Creativity

4

5

Variety of duties

5

4

rho

P
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A rank order correlation coefficient between the two sets of
rankings for the top five factors produced a rho of .90.

This was

significant at the .05 level, (N = 5, p = .033).
Table 12 shows the ranks and the obtained rho value for the
five least important factors both prior to and after job inter
viewing.
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TABLE 12

RANKING DATA FOR THE LOWEST FIVE FACTORS1 PRIOR
TO AND AFTER COMPLETION OF JOB INTERVIEWING

Factors

Rank before
interviews

Rank after
interviews

Held in esteem

11

11

Size of company

12

12

Periodic relocation

13

15

Prestige of company

14

13

Low turnover

15

14

rho

P

1The factor concerned with how important job applicants re
gard companies held in esteem by others replaced occupational
deferment on the measurement of variation among the lowest ranking
set of factors. This substitution was made because, obviously,
occupational deferment would have no influence on the organiza
tional choice processes for the female subjects in this sample.
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The critical value of rho corresponding to the .05 level with a
sample size of five is .90.

The obtained rho of .70 was not signifi

cant at this level.
An additional test was used to evaluate in a more sensitive
fashion the significance of the differences in stability of rank
between the least and most important decision factors.

The Sign

Test was selected for this purpose.
Table 13 presents the total number of rank position changes
per subject and the sign of the difference for the top five and low
est five factors.

As in the case of Table 12, the factor of "held

in high esteem" was substituted for "occupational deferment".
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TABLE 13

NUMBER OF AGGREGATE VARIATIONS IN RANK
AMONG THE TOP FIVE AND LOWEST FIVE FACTORS

Subject

Number of variations3
among factors
Diff.
Top 5 Lowest 5 sign

Subject

Number of variations
among factors
Diff.
Top 5 Lowest 5
sign

1

11

15

-

28

11

12

-

2

6

14

-

29

25

14

+

3

13

14

-

30

12

21

-

4

9

19

-

31

2

14

-

5

16

13

4-

32

9

21

-

6

6

7

-

33

3

13

-

7

11

14

-

34

6

6

0

8

3

4

9

20

10

-

35

0

12

-

20

0

36

13

20

-

24

17

+

37

10

17

-

11

17

13

+

38

5

13

-

12

6

24

-

39

21

17

+

13

10

7

+

40

5

7

-

14

6

24

-

41

8

10

-

15

16

12

+

42

6

6

0

16

4

21

~

43

1

7

-

44

4

14

+

17

14

21

-

18

4

10

-

45

19

17

19

5

14

-

46

16

22

-

20

8

23

-

47

15

18

-

21

18

15

+

48

7

18

-

22

4

8

-

49

5

15

-

23

10

9

+

50

13

20

-

24

16

23

-

51

3

2

+

25

6

24

-

52

3

11

-

26

8

16

-

53

0

10

-

27

10

8

+

aTotal number of rank position changes for each set of factors.
A change of one rank position = 1, a change of two positions in
rank = 2, etc.
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Disregarding the three cases where there were no variations
in ranks, an inspection of Table 13 reveals there were 12 positive
and 38 negative changes.

A negative change represented a large

number of rank shifts (pre to post administration) among the 5
least important factors as contrasted to the five most important
ones.

Because the number of paired variations was moderately

large (N = 50), the binomial distribution was used as an approxi
mation of the normal curve.

A correction for discontinuity was

made.
On the average, there were 9 rank position changes per subject
for the top five factors as a group, as compared to an average of
15 (excluding occupational deferment) for the lowest five factors.
The large degree of variability in rank can be attributed to the
fact that the subjects were not limited in the number of position
changes they could designate for each factor.
Table 14 presents the results of a sign test for change in rank
among decision factors.

R eproduced with permission of the copyright owner. Further reproduction prohibited without permission.

TABLE 14

SIGN TEST FOR CHANGE IN RANK
POSITION AMONG DECISION FACTORS

b

No. of shifts

N

M

<r

m

P-

M> La

12

50

25

3.53

3.54

.0002

L> M

38

*M = 5 most important factors
L = 5 least important factors

^based on one-tailed test
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The findings in Table 14 show that the greatest number of
shifts (in 38 instances) occurred among the five least important
factors rather than among the five most important factors.
standard deviation for all pairs of scores was 3.53.
*

The

The obtained

value (3.54) exceeds the critical value of 1.64 required for

significance at the .05 level.

A Comparison of Relative Rankings for Subjects Having
Job Experience and Without Previous Experience Relevant
to the Position Sought

Twenty-six subjects (49%) indicated on the second question
naire that they had had some job experience, part and/or full-time,
which in some way was related to the nature of the position sought.
It was predicted that the relative importance rankings for those sub
jects with previous job experience would show a greater degree of
stability than the rankings for those persons without relevant
prior job experience.

This was tested by use of the Chi Square

test.
Table 15 shows the frequencies of rank shifts for all decision
factors categorized in terms of previous job experience or the
absence of it as reported by the respondents.
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TABLE 15

RANK SHIFTING AMONG DECISION FACTORS
AS A FUNCTION OF JOB EXPERIENCE

Experience Level

Number of rank shifts
10-12
13-15

7-9

Total

Job experience
Observed

10

8

8

26

9

6

12

27

No experience
Observed

x2 = 1.12, df = 2, p >

.05
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An examination of the cell entries in Table 15 suggests little
difference in the frequencies of shifting as a function of job exper
ience.
The result of the Chi Square test shows that there is no statis
tically significant association existing between the extent subjects
alter their perceptions of the importance of factors over the period
of investigating job opportunities and the amount of job-related
experience they have had (x^ = 1.12, df = 2, p>.05).

A Comparison Between the Relative Rankings Made
by Persons Committed to an Organization and
Those Not Having Made a Company Selection

Based upon data collected in the second or follow-up question
naire thirty-three subjects (62%) were found to have made a final
decision on their choice of a company for employment.

It was pre

dicted that a greater variation in the relative rankings would
occur among subjects committed to an organization as opposed to
subjects who had not made their organizational choice.
Table 16 shows the number of changes occurring in rank for
all decision factors among subjects committed to an organization
and subjects having made no such similar decision.
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TABLE 16

RANK SHIFTING AMONG DECISION FACTORS
AS A FUNCTION OF COMPANY COMMITMENT

Commitment
level

7-9

Number of rank shifts
10-12
13-15

Total

Committed to co.
Observed

9

10

14

33

10

4

6

20

Not committed to co.
Observed

»----------------------------------------------

= 2.82, df = 2, p > .05
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Results of the Chi Square test reveal no significant associa
tion between the two groups examined in regards to the stability of
their relative rankings of factors (x^ = 2.82, df = 2, p > .05).

Degree of Association Between Companies Ranked First
on the Decision Factors and Companies Actually
Selected for Employment

During a six week period immediately following completion of
the job interviewing process, seventeen subjects who had not indi
cated their final choice of a company prior to January 15, 1967
selected an organization for employment.

Consequently, of the

fifty-three subjects under investigation, fifty (94%) had selected
a company at the time of this writing.
It was predicted that the company most often ranked first on
the decision factors by each subject would ultimately be the com
pany selected and with whom an employment agreement would be
finalized.

Company rank was determined by the total composite

score.^
In order to determine what relationship, if any, existed
between actual company selection and company rank, a Chi Square
test was made.

Table 17 contains the results of this test.

■*-A composite score is the sum of the scores obtained by
multiplying the actual rank assigned to each company (on each
factor) by the relative importance value of that factor as
determined by the individual subject.
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TABLE 17

RELATIONSHIP BETWEEN COMPANIES RATED HIGHEST
OVERALL ON DECISION FACTORS AND ACTUALLY
SELECTED FOR EMPLOYMENT BY THOSE~COMMITTED

Companies rated
highest and

Selected for employment

N

Expected
frequency

19

11.5

4

11.5

x2

8.52*
Not selected for employment

*p < .01
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As can be deduced from Table 17, only 17.4 percent of the
subjects committed to a particular company prior to the adminis
tration of the second questionnaire did not hire in with the com
pany rated highest by them in terms of the decision factors.
The Chi Square value (x^ = 8.52, 1 df) indicates that there
is a fairly high degree of relationship between companies rated
first and companies selected for employment.

This x

value was

obtained after the Yate's correction for continuity was applied.
Although the x^ value in Table 17 provides some evidence that
a substantial degree of association does exist between companies
rated highest and ultimate selection, an additional Chi Square
analysis was made to determine what relationship, if any, exists
between companies rated first and companies selected for employ
ment by subjects who were not committed to a specific company at
the time the second questionnaire was administered.

Table 18

contains the results of this x^ test.
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TABLE 18

RELATIONSHIP' BETWEEN COMPANIES RATED HIGHEST
OVERALL ON DECISION FACTORS AND ACTUALLY
SELECTED FOR EMPLOYMENT BY THOSE UNCOMMITTED

Companies rated
highest and

N

Expected
frequency

Selected for employment

16

13

Not selected for employment

10

13

x2

.96*

* p > .05
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n

With a calculated x

of .96 (df = 1, p>.05), there is no

statistically significant degree of association between rating a
company high and actually selecting it for employment.

In all, 38.5

percent of the subjects who selected a company after the follow-up
questionnaire was administered failed to choose for employment the
company they felt rated highest overall on the decision factors.
Table 19 contains the results of assessing the significance of
the difference between the proportions of those selecting the com
pany for employment which received the highest overall rating on
the decision factors for subjects making their choice of a company
before and after the follow-up questionnaire was administered.
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TABLE 19

PROPORTIONS OF SUBJECTS BY PERIOD OF
COMMITMENT SELECTING THE COMPANY
FOR EMPLOYMENT RECEIVING THE HIGHEST RATING

Companies rated
highest and
Selected for employment

Period of Commitment
Before 2nd
After 2nd
questionnaire
questionnaire
19

2.value

16
2.39*

Not selected for
employment
Proportion selected

4

10

.826

.615

*p<.01, one-tailed test
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Examination of the results in Table 19 indicates that there is a
significant difference between proportions (i = 2.39, p =< .01, one
tailed test) for the two groups, committed vs not committed prior
to the administration of the second questionnaire, selecting the
company for employment which received the highest overall rating
on the decision factors.

As might be expected, a large percent

(71.4) of the subjects chose the company they rated highest; how
ever, over one-half (54.3%) of those made their decision on a
company for employment prior to the administration of the follow-up
questionnaire.
A _t test was used to evaluate the significance of the difference
between the mean composite scores for companies rated first or
second on the decision factors and selected for employment and
for those not chosen for employment but nonetheless rated first or
second on the decision factors.

Table 20 shows the mean scores,

standard deviations, standard errors of the mean, and the _t value
for the 23 pairs of scores for those Ss making an employment deci
sion prior to the administration of the second questionnaire.
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TABLE 20

COMPARISON OF MEAN COMPOSITE SCORES
BETWEEN COMPANIES SELECTED AND NOT SELECTED
RATED FIRST OR SECOND ON THE DECISION FACTORS
BY THOSE COMMITTED TO A COMPANY
PRIOR TO SECOND QUESTIONNAIRE

S.E.

Mean
Score

SD

Companies selected

198.96

39.82

8.30

Companies not selected

251.43

67.26

14.01

Group (N=23)

mean

4.30*

*p <.005, one-tailed test
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The data contained in Table 20 shows a difference of 52 in the
average composite scores for the two groups.

A one-tailed t_ test for

related measures shows the difference to be significant at the .005
level with 22 degrees of freedom.
Another t_ test for related measures was made to assess the sig
nificance of the difference between the mean composite scores for
companies chosen for employment and those companies not selected
for employment, though rated first or second.

Table 21 shows the

results of the one-tailed t test for those Ss making an employment
decision after the administration of the second questionnaire.

R eproduced with permission of the copyright owner. Further reproduction prohibited without permission.

6 8

TABLE 21

COMPARISON OF MEAN COMPOSITE SCORES BETWEEN
COMPANIES SELECTED AND NOT SELECTED RATED
FIRST OR SECOND ON THE DECISION FACTORS BY
THOSE COMMITTED TO A COMPANY AFTER
SECOND QUESTIONNAIRE

Mean
Score

SD

Companies selected

243.04

57.28

11.23

Companies not selected

273.73

59.04

11.58

Group (N=26)

S.E.
mean

t

2.51*

*p < .01, one-tailed test
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Subjects making an employment decision after the administration
of the second questionnaire rated companies selected for employment
significantly higher in terms of composite scores than were companies
not chosen.

The _t value was 2.51 (df = 25, p<.01) which is signifi

cant at the .01 level.
In order to determine what effect, if any, the time of actual
selection had on the overall mean composite scores of companies
rated highest, a comparison of these scores was made between com
panies selected prior to the administration of the follow-up
questionnaire and companies chosen after the second questionnaire
was administered" The _t test was used to measure the significance
of this difference.

Results of the t test are found in Table 22.

R eproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

70

TABLE 22

COMPARISON OF MEAN COMPOSITE SCORES BETWEEN
COMPANIES RATED HIGHEST ON DECISION
FACTORS AND SELECTED PRIOR TO AND
AFTER THE SECOND QUESTIONNAIRE

Group

Companies chosen before
2nd administration and
rated highest (N = 19)

S.E.

Mean
score

SD

198.95

43.49

mean

t

9.98
1.44*

Companies chosen after
2nd administration and
rated highest (N = 16)

221.88

49.79

12.45

*p > .05, one-tailed test
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Inspection of the data in Table 22 shows that the companies
selected prior to the administration of the second questionnaire had
a lower mean score and consequently a higher rank value than did the
companies chosen after the second questionnaire was administered.

A

one-tailed t_ test with 34 degrees of freedom shows that the difference
is not great enough to be statistically significant at the .05 level.

Comparison of Starting Salary Demands
Before and After the Job Interviewing Period

The subjects were asked to state the starting monthly salary
they would consider acceptable.

Table 23 contains the distribution

of starting salary requirements prior to and after the interviewing
period.
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TABLE 23

STARTING MONTHLY SALARY DESIRED

Amount

Frequency
(pre-test)

Frequency
(post-test)

350-399

0

2

400-449

2

1

450-499

3

2

500-549

7

3

550-599

7

8

600-649

21

26

650-699

6

5

700-749

5

4

750-799

0

1

800

2

1

53

53

Total
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The results show that the mode both before and after inter
viewing was the 600 - 649 dollar category.

The mean starting salary

requested in the first questionnaire was $593 as compared to $589
in the subsequent questionnaire.
In order to determine what influence the overall grade point
average of the subjects might have on their organizational choice
process, the respondents were asked to state on the initial ques
tionnaire whether they felt their academic averages were adequate
enough to allow them to interview any company appearing on campus.
In addition, after completion of the job interviewing process, the
subjects were asked to state if their grade point average had
actually hindered them from being considered for employment by any
organizations.

Table 24 contains this information.
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TABLE 24

EXPECTED VS ACTUAL EFFECTS OF
GRADE POINT AVERAGE UPON JOB SEEKING

Item

Pre

Number

Percent

45

84.9

8

15.1

Yes

15

28.3

No

38

71.7

Do you feel your grades are
favorable enough to allow
you to interview any company
that may appear on campus?
Yes
No

Did you find that your grade
point average prevented you
Post from being considered for a
position with any of the
companies?
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The findings in Table 24 show that 84.9 percent of the subjects
stated, prior to the job interviewing period, that their academic
grade point average would not limit the number of companies they
could contact for potential future employment.

However, after the

job interviewing period only 71.7 percent of the subjects regarded
their academic record adequate enough to be considered for employ
ment by all organizations.

The number of persons who felt their

grade point average would limit their prospects of employment with
some companies increased 13.2 percent over the job recruiting per
iod.
A test was made to measure the significance of the difference
in proportions of those subjects responding favorably about their
grade point average on both the initial and follow-up question
naire.

Table 25 contains this data.
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TABLE 25

SIGNIFICANCE OF THE DIFFERENCE IN
PROPORTIONS BETWEEN SUBJECTS RESPONDING
FAVORABLY ABOUT GRADE POINT AVERAGE
BEFORE AND AFTER JOB INTERVIEWING PERIOD

Before
interviews

After
interviews

Subjects regarding grade
point average adequate

45

38

Proportion of subjects
regarding grade point
average adequate

.849

.717

Group (N = 53)

* value

2.36*

*p < .01, one-tailed test
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The findings in Table 25 C* = 2.36, p < .01) show that a statis
tically significant difference exists in proportions responding
favorably about the effect of grade point average prior to and after
the recruiting period.
The initial questionnaire contained an item which asked the
respondents to state whether they felt their courses of study would
enable them to interview with all the companies that might appear
on campus.

Subsequently, after the subjects had contacted various

companies, they were asked if they thought their courses of study
had prevented them from being considered by any of the companies.
Table 26 presents this data.
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TABLE 26

EXPECTED VS ACTUAL EFFECTS OF MAJOR
AREA OF STUDY UPON JOB SEEKING

Item

Pre

Percent

Number

Do you feel that your major
area of study will enable you
to interview any company that
may appear on campus?
Yes
No

47

88.7

6

11.3

Did you find that your major
area of study prevented you
Post from being considered for a
position with any of the
companies?
Yes
No

<
7

13.2

46

86.8
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As can be seen in Table 26 only a small percentage of the
subjects (11.3) indicated on the first questionnaire that they
considered their major areas of study unfavorable in terms of
allowing them to interview all companies for employment possibili
ties.

After the job interviewing period, 13.2 percent of the sub

jects, an increase of only 2.1%, indicated that their courses of
study were considered inadequate by some companies appearing on
campus.

The Influence of Occupational Deferments on
the Organizational Choice Process of Male Subjects

Of the fifteen questions contained in the first section of the
initial questionnaire, only one differed in format, and because of
its peripheral concern, has been deferred until now.

Because of

the war effort in Vietnam, occurring at the time of this study,
many young men of draft age were presumably gravely concerned about
the possibility of military service.

For this reason the following

question was asked, "Do you feel that the prospects of military ser
vice will force you to consider only those companies that can likely
offer occupational deferments?"

The responses to this item are

found in Table 27.

R eproduced with permission o f the copyright owner. Further reproduction prohibited without permission.

80

TABLE 27

SUBJECTS RESPONSES TO THE ITEM DEALING
WITH THE PROSPECTS OF MILITARY SERVICE
INFLUENCING SELECTION OF A COMPANY

Response

Number

Percent

Yes, definitely

4

9.0

Yes, to a considerable extent

3

6.8

Doubtful

1

2.3

Probably not

9

20.5

Definitely not

27a

61.4

Total

44b

100

aIncludes eight subjects who are parents, and thus, presently
deferred from the draft.
bTotal does not include the nine females in the sample.
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DISCUSSION

In discussing the results of this study, much attention will,
of necessity, be devoted to the four hypotheses under investigation.
The first hypothesis - that there will be less total shifting in the
relative rankings of the five most important factors than among the
least important factors when compared prior to and after contact
with the company recruiters - was statistically supported (rho = .90
vs. rho - .70, respectively).
Because rho does not allow us to critically examine the direc
tion of the rank shifting among each set of factors, an additional
test of the hypothesis was performed using the Sign Test.

Results

of this test further confirmed the first hypothesis ( * = 3.54, p*

. 01).
On the basis of these findings, it would appear that the sub
jects considered personal rewards (wages, advancement, etc.) which
could be derived from some company as more important than the size,
turnover rate, and reputation of the organization; that contacts
with company officials, and in some instances, visits to the com
pany, had apparently little effect on the degree of importance
already attached to the most critical factors.
It is not surprising that the subjects expressed high interest
in the advancement opportunities they could expect from an organi
zation.

A number of companies had numerous positions available

for qualified college graduates; hence, the applicants could direct
their attention towards those companies that appeared able to
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provide promotional opportunities, recognition, and prospects for a
rewarding future.
These findings affirm, on an aggregate basis, the belief that
the set of experiences occurring between the administration of the
first and second questionnaire would not significantly alter the
subjects’ feelings regarding those factors they considered most
important when selecting a specific company.

Pre-conceived notions

about what is important didn't appear to be affected by the inter
vening experience while interviewing.
It was not possible to measure the effects, if any, which the
company recruiters and/or visitations to companies had on the shift
ing in relative rankings of the five least critical factors.

In

spection of the mean scores for these five variables gave some
indication, however, that they had little or no influence on the
subjects selection of an organization.
The second hypothesis proposed that subjects who had a record
of job experience relevant to the position being sought would be
more consistent in their relative ranking of the decision factors
than would those subjects without such prior experience.
Although previous experience does not necessarily imply famil
iarity with the decision factors used in this study, the reasoning
behind this assumption was simply that individuals possessing pre
vious job experience in their chosen vocation would tend to be more
certain of what they want and expect from any company which they
ultimately selected for employment.
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Although subjects with prior experience showed somewhat less
variability in ranking the decision factors than did those subjects
without previous job experience, results of a chi square test
failed to produce statistical evidence to support the hypothesis
(x2 = 1.12, df = 2, p > .05).
It is not known just how much related job experience each sub
ject had prior to their selection of a company.

It would be reason

able to assume, however, that because a majority of the subjects
entered college immediately after completion of their secondary
education, relatively few subjects obtained much significant train
ing and experience relevant to their career choice.
The third hypothesis that more shifting among relative ranks
for decision factors would occur among subjects committed to an
organization than for those subjects still contemplating their selec
tion of a company was refuted.

Although the data was in the direc

tion predicted by the proposition, results of a chi square test did
2
not support the hypothesis (x = 2.82, df = 2, p > .05).

This finding

was somewhat surprising because it is generally assumed that job
applicants, after making a company commitment, tend to upgrade the
value of those factors that they feel are prevalent in the organi
zation they have chosen.
This finding is somewhat in discord with that of Vroom (1966),
who obtained results showing that, along another dimension, indi
viduals who had selected an organization perceived it as more
attractive after having made a commitment than before a choice had
been made.
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The fourth hypothesis, which stated that the company most
often ranked first on the decision factors by each subject would
ultimately be the company selected for employment, was supported
by the data.

Seventy-one percent of the subjects in this sample

selected for actual employment the company that was ranked first
by them in terms of composite scores.

This moderately high per

centage was biased, however, because 19 or 54.3% of the 35 sub
jects who selected the company ranking highest, on the basis of
composite score, had already made a prior commitment to some com
pany at the time of the second questionnaire.
The relationship between company ratings and actual selection,
when examined for those with a prior commitment to a company was
2

significant (x

= 8.52, df = 1, p < .01), while the same associa

tion was not significant for those making an actual commitment
9

subsequent to the rating of the companies (x

= .96, df = 1, p>.05).

It will be noted that the Chi Square analyses were made using a
50-50 theoretical frequency.

This was based on the assumption that

if no relationship existed, subjects were just as likely to go with
a company not rated highest as with an organization rated first.
This assumption was indirectly supported in the data for those
twenty-six subjects making their organizational choice after the
job interviewing period, 10 vs 16 in this instance.
The findings are generally consistent with Festinger’s (1957)
concept of cognitive dissonance.

The underlying assumption being

that persons tend to re-evaluate the alternatives being offered so
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as to upgrade the attractiveness of the company already chosen.
This dissonance/consonance hypothesis is supported by the data in
Table 19 (2. = 2.39, p < .01).
In addition, the agreement which did exist between company
rankings and organizational selection can be attributed, in part,
to the personal incentives afforded by the companies.

The sub

jects tended to show the greatest preference for and assign the
highest ranks (1, 2, etc.) to those companies offering inducements
for employment most important to them.

These were the companies

most likely selected for actual employment.
Tables 20 and 21 reveal that, regardless of whether commitment
to a company took place before or after the follow-up questionnaire,
a significantly lower mean score (i.e., high rank) was associated
with those companies actually selected as employment sites (t = A.30,
df = 22, p<.005 and t = 2.51, df = 25, p<.01, respectively).
The _t test was used to determine what effect, if any, the time
of actual selection had on the overall mean composite scores of com
panies rated first on the decision factors.

Although companies chosen

prior to the second questionnaire administration had a higher mean
rank value, the difference found in Table 22 was not great enough to
be statistically significant (t = 1.44, df = 34, p> .05).
Because of the often large number of companies that were con
tacted by the subjects, several companies were ranked first on a
high percentage of the decision factors, but did not receive a com
posite score that would merit the highest company rank.

One possible

explanation for this paradox can be found in the manner in-which the
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scoring index was used.

Because the composite scores were obtained

by multiplying the company rank under each factor by the relative
value of that factor, those companies rated first on the high rank
ing factors were generally chosen for employment.

In other words,

it was not the sheer frequency by which a company ranked first on
the factors, but rather the rank obtained on the factors with the
highest value.
Although a large portion of this study was devoted to testing
specific hypotheses, considerable attention was directed towards
a general exploration of the importance of selection factors and re
lated variables in the organizational choice process.

_

The results have shown that college seniors, when asked to iden
tify those factors which they considered most important when selecting
a company for employment, specified opportunity for advancement and
salary.

These findings are in accord with those reported by Jaegar

(1955), Barmeier and Kellar (1957), and Barlow (1965).

Studies con

ducted by Kopko (1958) and Strother and Johnson (1961) produced
findings relative to the factor of advancement that correspond to
the results of this study.

,

Maurer (1956) reported findings, however, that are at variance
with those cited in this investigation.

He found college seniors to

be primarily interested in advancement opportunities, but showing
little or no concern with respect to salary.
There is some evidence that the findings pertaining to other
selection factors cited in this study are in discord with the results
of earlier investigations.
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The results of a study conducted by Allen (1955) showed college
seniors to be highly interested in the geographic location of the
company as well as the prestige that could be gained by becoming a
member of the organization.

By contrast, the subjects in this study

ranked both factors in the lower half of the relative rank order of
decision factors (ninth and thirteenth respectively).
Jurgensen (1948) and Stagner (1950) report findings that show
job security to be of utmost importance to individuals assessing
prospective employers.
this study.

Job security was ranked only seventh in

While the college seniors regarded this factor as being

relatively unimportant, it should be pointed out that the job appli
cants in the Jurgensen study and the executives sampled by Stagner
are older men who undoubtedly would have a more difficult time se
curing other employment, have more family responsibilities, and in
some cases, may have been forced out of previous jobs.

Consequently,

these men may place, for the most part, greater emphasis on job
security than do students entering the labor market for the first
time.
There is no evidence to indicate that meeting with company
recruiters or the lapse of time between the first and second ques
tionnaires altered the subjects' salary demands.

The average starting

salary on the second questionnaire was only four dollars less than
that average figure given in the initial questionnaire.
Furthermore, the subjects remained consistent across question
naires when asked whether their major areas of study would limit
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them in the number of companies with whom they could interview;
i.e., prevent them from being considered for employment by some
companies.
While fifteen percent of the subjects on the initial question
naire felt their grade point averages would restrict them in the
number of companies they could interview, twenty-eight percent indi- .
cated after interviewing that their academic records prevented them
from being considered by all companies.

Eight subjects revealed that

their grades were considered too low, four subjects stated that the
Ford Motor Company was hiring only graduates that possess a 3.0
average or an M.B.A. and three respondents indicated that their
grades were not high enough to merit consideration by accounting
firms appearing on campus.

Some realignment of expectations ob

viously must have taken place based upon actual contacts.
Responses on the first questionnaire dealing with the influence
which military service may have on a choice of company were sur
prising.

The findings revealed that only seven subjects (16%)

indicated that they would be influenced in their choice by the
possibility of obtaining an occupational deferment.

This is a

relatively small number in light of the demand of the Selective
Service System at the time of this study.
The relative rankings did show some differences between the
sexes.

For example, females in the sample were primarily concerned

with independence in their work situation rather than having a close,
personal contact with their immediate supervisor.

Male subjects, on

the other hand, while placing a high value on independence, showed
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the higher preference for advancement opportunities when selecting
a company for employment, whereas females as a group ranked advance
ment fourth.
Some discrepancies did exist between the absolute and relative
rankings of the decision factors.

Some factors considered "essen

tial" or "important" among the absolute rankings appeared in the
lower half of the relative rankings.

For example, "periodic

relocation" was of primary importance to thirty-six or 68% of the
subjects when this factor was evaluated on an independent basis,
but it was ranked no higher than 13th and 15th on the two occasions
when relative rankings were obtained.

A reason for this disparity

is that factors, when evaluated separately, could all be viewed as
desireable by the job applicants; however, when compared to the
other decision factors, some tended to lose some degree of attrac
tiveness because the subjects had to choose between alternatives
by assigning the top ranks to only a few factors.
It is recognized that this study has certain limitations.

The

sample which was drawn cannot be regarded as a representative sample
of college graduates in general.

The students in this study were

primarily interested in careers in the general area of business and
industry; hence, students entering the teaching profession, the
sciences, the humanities, etc., were excluded.

It is quite likely

that patterns of perceived importance of factors would differ among
these curricular or vocational groups.

This would certainly be an

area for further systematic exploration.
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The procedures used for collecting data lacked uniformity.
Thirty-four (64%) of the fifty-three follow-up questionnaires were
personally returned to the investigator.

The remaining nineteen

were returned by mail within a course of sixteen days.

Jt is not

readily known what affect this additional time or the mode of
soliciting returns had on responses to various items within the
second questionnaire.
The present study does not answer the query one might pose
regarding whether or not the changes in the perception and atti
tudes toward the selection factors resulted specifically from con
tacts with company recruiters, visitations to company facilities,
a personal "soul-searching" about what is important in a job, or
from chance or random factors which could be labeled just "unrelia
bility" .
Finally, another limitation of this study is the size of the
sample under investigation.

Admittedly, fifty-three subjects is a

relatively small group from which to draw conclusions; however, it
is hoped that such an exploration may lay some groundwork upon which
other job applicant samples may be investigated and from which sub
sequent generalizeable findings could result.
Although the present study is not conclusive, the results are
encouraging enough to allow for some inferences on the nature of
the company selection process.
This study has shown that the organizational choice process of
the subjects is influenced by several factors rather than by one or
two specific factors.

It has been demonstrated that even though the
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students were primarily interested in advancement opportunities and
salaries, interest was also high with respect to the factors of
independence in the work situation, opportunity for creativity and
the work itself (variety of duties).
In addition, this study has shown that job applicants generally
appear to be concerned primarily with satisfying their own personal
needs and are not, as a whole, interested in company images and
reputations.
In view of the lack of comparable data, this investigation has
yielded some mean:

,.'ul findings for company selection in general.

It has furnished information on selection factors and has provided
a basis for additional exploration into the neglected area of or
ganizational choice.
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SUMMARY

The purpose of this study was to identify some of the important
intrinsic and extrinsic factors which are likely to influence the
organizational choice process of a college senior population.

From

the data gathered an attempt was made to predict the company each
subject would select for employment.
Fifty-three undergraduate students enrolled principally in the
School of Business at Eastern Michigan University served as subjects.
Data was collected through the use of two questionnaires.

The

first, administered at a college placement meeting prior to actual
job interviewing, contained three sections:

one designed to acquire

background information on the subjects; a second used to measure the
intensity of attitudes toward decision factors; and a third section
obtaining relative importance rankings of factors as they affect the
selection of a company.
The second questionnaire was administered immediately following
the job recruiting period.

It provided specific information on the

number of interviews, visits to the company, additional background
information on the subjects, a rank ordering of companies for each
factor, and a relative ranking of the importance of decision fac
tors .
An analysis of the data indicated that the subjects were in
fluenced by several factors when selecting a company rather than by
one or two specific factors.

There was evidence showing that

opportunity for advancement, salary, independence in the work
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situation, variety of duties, and opportunity for creativity were
factors given priority by the subjects both before and after the
job interviewing period.
There were some sex differences found in the perceived impor
tance of job factors.

The males sampled considered opportunity for

advancement to be of primary importance when selecting a company,
whereas, female respondents regarded independence in the work situ
ation as the most eminent factor when choosing an organization.
Results of the testing of hypotheses were as follows:

(1)

there was less total shifting in the relative rankings of the five
most important decision factors than among the five least important
when a pre-post job interview period comparison was made.

Further

more, the stability of mean scores for the high ranking factors gave
some indirect indication that company recruiters and/or visitations
to companies had little or no impact upon the subjects' perceptions
of what is important;

(2) no statistically significant association

existed between the extent subjects altered their perceptions of the
importance of factors and the amount of job experience relevant to
the position sought; (3) there was no statistical evidence to sup
port the assumption that more shifting among relative ranks for
decision factors would occur among subjects with a prior commitment
to an organization than for those subjects still contemplating
their selection of a company; and (4) the hypothesis that the compan
ies most often ranked first on the decision factors would ultimately
be the companies selected for employment was partially supported by
the data.
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It was shown that an association existed between company ratings
and actual selection among subjects committed to a company prior to
the ratings being made, whereas this association was not significant
for subjects making commitments after rating the companies.
Finally, the companies actually selected for employment, regard
less of whether they were chosen before or after the ratings were
made, most often had the highest mean rank value in terms of com
posite scores.
It was recognized that this study had certain limitations.
The sample was not representative of college seniors in general,
methods for gathering data lacked uniformity, and the size of the
sample under investigation was relatively small.

The findings did,

however, provide a basis for future investigation into the area of
company selection.
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WESTERN MICHIGAN UNIVERSITY
PSYCHOLOGY DEPARTMENT
Fall Semester 1966
TO:

Graduating Seniors at Eastern Michigan University seeking
positions in Industry.
A local survey is being conducted among students who will be

seeking employment in industry upon graduation, and you have been
selected to participate.
We are requesting that you fill out a brief questionnaire which
should require only a short time to complete.

We are interested in

your attitudes regarding factors which may influence the selection
of a company. not of a specific occupation or job.
I have obtained permission from the Placement Office to conduct
this survey.

It is being done as part of a thesis research project.

All responses that you give will be held in the strictest con
fidence and will be utilized only by the group concerned with this
research project.

Company representatives and prospective employers

will not in any way have access to your responses.

Results will be

summarized statistically on a group basis only and will be made
available to the Placement Director.

„

_

Lawrence Hahn
Graduate Student
Psychology Dept.
Western Michigan University

Please print your name in the space provided below. When you
have completed the questionnaire, tear this section off and put it
in the survey box on the desk. This will be of great assistance in
helping us do a short follow-up study after you have selected a
position.
NAME ___________________________________
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BACKGROUND INFORMATION
Please place your answer in the space provided.
1.

Marital status? __________________

2.

If married, number of children? ___________

3.

Type of position sought? ____________________________

4.

Please give an estimate of the number of jobs you have held on
a permanent and/or part-time basis. __________

5.

Have you had any previous job experience specifically relevant
to the position you are seeking?
Yes ___
No____

6.

What do you consider an acceptable starting salary?
in terms of dollars per month) _______________

7.

Do you feel that your major area of study will enable you to
interview any company that may appear on campus?
Yes ___
No
. If no, what are the restrictions ____________________

8.

Do you feel that your grades are favorable enough to allow you
to interview any company that may appear on campus?
Yes ___
No ___ . If no, what are tne limitations _____________________

(answer

********************************************************************

The following questions can be answered by placing a check mark
<✓) in the space in front of your choice. Select the one answer
that comes nearest to the way in which you feel.
9.

Do you feel that the prospects of military service will force
you to consider only those companies that can likely offer
occupational deferments?
____________ yes, definitely
____________ yes, to a considerable extent
doubtful
probably not
definitely not
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10.

Which of the following do you consider the most important when
selecting an organization, if only one of thesealternatives
is possible?
____________ high salary but low fringe benefits
____________ low salary but high fringe benefits
____________ of no importance if one is high
____________ neither of the factors are important

11.

How important is it to select a company that will require you
to perform a variety of duties rather than mostly routine tasks?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

12.

How essential are wages in influencing your selection of a
company?
____________ essential
____________ important
neither essentialnor

non essential

____________ of slight importance
____________ of no importance
13.

How important do you consider opportunities for advancement to
be when selecting a company?
____________ essential
____________ important
neither essential nor

non essential

____________ of slight importance
____________ of no importance
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14.

How Important is having close, personal contact with your imme
diate supervisor when choosing an organization?
_____________ essential
_____________ important
_____________ neither essential nor non essential
_____________ of slight importance
_____________ of no importance

15. How important will it be in your selection, if your friends and
school associates hold a company in high esteem?
_________

essential
_

______________________

important

_____________ neither essential nor non essential
_____________ of slight importance
____________ _ of no importance
16.

How important will it be in your selection to work with asso
ciates similar to you ineducational and socioeconomical back
ground?
____________

essential

_____________ important
_____________ neither essential nor non essential
_____________ of slight importance
_____________ of no importance
17.

How important will it be in yourselection to
work for a company
that holdsahigh degree of prestige inthe community?
_____________ essential
_____________ important
_____________ neither essential nor non essential
_____________ of slight importance
_____________ of no importance
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18.

How important to you is the prospect of having to relocate
periodically when considering a company?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

19.

How important is job security when you are choosing an organ
ization?
____________ essential
______ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

20.

How important to you is choosing a company that provides
opportunities for creativity?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

21.

How important is it to work for a company that offers oppor
tunities for independence in your work situation?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance

' ~

____________ of no importance
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22.

How important is the prospect of working for an organization
that reportedly has low employee turnover?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

23.

How important will the geographic location of a company be in
your selection?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance

24.

How important do you consider the size of a company to be in
your organizational choice?
____________ essential
____________ important
____________ neither essential nor non essential
____________ of slight importance
____________ of no importance
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25.

The following list contains 16 factors that may influence your
decision in selecting a company.

Rank the following factors

in their order of importance to you.

Place the number 1 in

the space next to the factor you consider most important, num
ber 2 next to the second most important factor, etc..
_______ associates similar in background
_______ close contact with supervisor
_______ fringe benefits
_______ geographic location
_______ held in high esteem by associates
_______ high prestige in community
_______ independence in work situation
_______ job security
_______ low employee turnover
_______ occupational deferment
_______ opportunity for advancement
_______ opportunity for creativity
_______ periodic relocation
_______ salary
_______ size of company
_______ variety of duties
Thank you for your time and consideration.

Please tear off

the bottom section of the front page of the questionnaire and place
it in the survey box when you leave.

Place your completed ques

tionnaire face down in the upper right-hand corner of your desk.
We will contact you again after you have had an opportunity to
explore vocational opportunities with various organizations.
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WESTERN MICHIGAN UNIVERSITY
PSYCHOLOGY DEPARTMENT
Winter Semester 1967
TO:

Graduating Seniors at Eastern Michigan University seeking
positions in Industry.

Now that you have had an opportunity to explore vocational
opportunities with various organizations recruiting on campus,
you are being requested to participate in the second half of
this survey.
This questionnaire is in part similar to the one administered
before the recruiting period began.

It is being utilized solely

for the purpose of assessing your attitudes regarding factors which
may be related to your selection of a company as a place to work.
As we indicated at our initial meeting, all responses that you
give will be held in the strictest confidence and will be utilized
only by the group concerned with this research project.

Prospec

tive employers and representatives from companies that you have
contacted will not in any way have access to your responses.
Results from both questionnaires will be recorded through utiliza
tion of a statistical summary on a group basis only and will be
made available to the Placement Director.

Lawrence Hahn
Graduate Student
Psychology Dept.
Western Michigan University
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Please place your answers in the spaces provided.
1. Type of position sought? _______________________________________
2. Is the position you are presently seeking the same as the one
you originally sought?
Yes ___
No ___
If no, please
indicate the nature of change. ________________________________
3. Please give an estimate of the number of jobs you have held on
a permanent and/or part time basis. ______
4.

Now that you have had an opportunity to interview with companies,
what do you consider an acceptable starting salary? ____ (per mo)

5.

What is your overall grade point average? ______________________

6.

Did you find that your grade point average prevented, you from be
ing considered for a position with any of the companies?
Yes ___
No
If yes, please explain ____________________

7.

Did you find that your major area of study prevented you from
being considered for a position with any of the companies?
Yes ___
No ___
If yes, please explain ___________________

8.

What information of a specific nature did you NOT obtain from
the company representatives that would have been useful to you
in making a decision about a company? ________________________

9.

Have you already made a decision about accepting a specific job
offer?
Yes
No
If yes, please indicate the com
pany. __________________________________________________________

10.

What are your immediate objectives after graduation?
check (vO in the space in front of your choice.
_________

will definitely accept a position

_________

will continue my education

_________

will enter military service

Place a

undecided
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11.

Please provide information about each of the companies you have contacted with respect to
exploring job opportunities.

Name of
Company

Specific
Position (S)
Interviewed for

Number of inter
views with company
representatives

Number of visits
to the company

Did you obtain
company literature? (yes - no)

Was a job
offer made
to you?
(yes - no)
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Ill

Please rank the companies with whom you have interviewed under
each of the following factors. Give careful consideration to ALL of
the companies you have contacted, hut list no more than FOUR that you
feel rank highest under each individual factor. Place the name of
the organization that you feel ranks highest in the space next to the
numeral 1, the name of the company that ranks second in the space
next to the numeral 2, etc.. Although you may not feel you have suf
ficient information to rank companies on all factors, please make
judgments based on what you do know and your impressions.
IF YOU HAVE INTERVIEWED MORE THAN FOUR COMPANIES, LIST THE COMPANY YOU
FEEL RANKS LOWEST UNDER EACH FACTOR IN THE SPACE PROVIDED AT THE RIGHT.
12.

Opportunity for advancement

1.
2.

3._______________________________
4.

13.

____

Salary (Wages)

1.

14.

_______________________

'2.

_______________________________

3.

_____________________________

4.

_____________________________

________________________

Opportunity for independence
of action in work situation

1.

_______________________

2.

____

3.__________________________ _
4.
15.

_______________________

________________________

_____________________________

Variety of duties

1.

_________________________

2.

3. ______;
__________________
4.

____________________

_____________________________
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16.

17.

Opportunity for creativity

1.

__________________________

2.

________________________

3.

______________________________

4.

______________________________

Fringe benefits

1.

_______________________________

2.

______________________

3.________________________________
4.
18.

19.

20.

______________________

______________________

______________________________

Job Security

1.

___________________________

2-

___________________________

3.

______________________________

4.

______________________________

______________________

Opportunity for close, personal
contact with supervisor

1.

___________________________

2.

______________________

3.

______________________________

4.

______________________________

______________________

Associates similar to you in
educational and socioeconomic
background

1.

-

_

3.
4.
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21.

Good geographic location

1.
2

22.

23.

______________________

. ________________

3.

__________________________

4.

__________________________

Company held in esteem by
associates and friends
1.

__________________________

2.

______________________

3.

__________________________

4.

__________________________

Suitable size of company

1 . ______________________
2 . __________________________
3.____________________________
4.
24.

25.

__________________________

Chance for periodic relocation
1.

__________________________

2.

___________________

3.

__________________________

4.

_______________________

Low employee turnover

1 . ______________________

2.
3.

__________________________

4.

_______ _______________
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26.

High prestige in community
1.

___________________________

2.
3.

___________________________

____________________

4. ____________________________
The following list contains 16 factors that mayinfluence your
decision in selecting a company. Now that you have had
a chance to
investigate vocational opportunities with various companies, please
rank the following factors in their order of importance to you.
Place the number 1 in the space next to the factor you consider most
important, number 2 next to the second most important factor, etc..
_______

independence in work situation

_______

low employee turnover

_______

associates similar in background

_______

salary

_______

held in high esteem by associates
variety of duties

_______

fringe benefits

_______

opportunity for creativity

_______

high prestige in community

_______

size of company

_______

opportunity for advancement

_______

geographic location

_______

job security

____

occupational deferment

_______

close contact with supervisor

_______

periodic relocation

Thank you once again for taking part in this research project.
Your time and cooperation has been greatly appreciated.
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PERSONAL LETTER OF APPEAL TO SUBJECTS

D e a r ------- ,
Now that you have had an opportunity to interview companies
that appeared on campus, I would appreciate it if you would take
a few minutes to complete the enclosed questionnaire.

I hope to

receive my Master's degree upon completion of this project and
your cooperation will assist me in achieving this objective.
The data that I receive from you and the other students
taking part in this research is an essential part of the thesis
project, so please return this questionnaire at your earliest
convenience.
Thank you for your time and consideration and I wish you
the best of luck in your new career.
Very sincerely yours,

Larry Hahn
E.M.U. "64"
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